LEDBURY TOWN COUNCIL

TOWN COUNCIL OFFICES, CHURCH STREET, LEDBURY

HEREFORDSHIRE HR8 1DH. Tel. (01531) 632306
Email: clerk@ledburytowncouncil.gov.uk  Website: www.ledburytowncouncil.gov.uk

15 November 2024

TO: Councillors Chowns (chair), Harvey, Hughes, Morris and Newsham
Dear Member

You are hereby summoned to attend a meeting of the Resources Committee which will be
held in the Council Offices, Church Lane, Ledbury, on Thursday, 21 November 2024 at
7.00 pm for the purposes of transacting the business set out below.

Yours faithfully

|l-\.

R

Angela Price
Town Clerk

FILMING AND RECORDING OF COUNCIL MEETINGS

Members of the public are permitted to film or record meetings to which they are
permitted access, in anon-disruptive manner. Whilst those attending meetings are
deemed to have consented to the filming, recording or broadcasting of meetings,
those exercising the rights to film, record or broadcast must respect the rights of
other people attending under the Data Protection Act (GDPR) 2018

AGENDA
1. To receive apologies for absence
2. To receive declarations of interest and written requests for dispensations

(Members are invited to declare disclosable pecuniary interests and other interests
in items on the agenda as required by Ledbury Town Council’s Code of Conduct for
Members and by the Localism Act 2011)

(Note: Members seeking advice on this item are asked to contact the Monitoring
Office at least 72 hours prior to the meeting)

3. To approve and sign as a correct record the minutes of a meeting of the
Resources Committee held on 7 November 2024
(Pages 365 - 368)



4. To review progress to-date on Committee Structure Review and consider next

steps (Verbal)
5. Date of next meeting
6. Bullying, Harassment & Victimisation Policy (Pages 369 - 379)
7. Exclusion of Press and Public

In accordance with Section 12(2) of the Public Bodies Admission to
Meetings) Act 1960, in view of the confidential nature of the business
about to be transacted, it is advisable in the public interest that the
press and public are excluded from the remainder of the meeting

8. Staffing Matters (Pages 380 - 383)

Distribution: Full agenda to: - Committee members (5)

Agenda front pages to all non-committee members (6)



LEDBURY TOWN COUNCIL

MINUTES OF A MEETING OF A RESOURCES MEETING COMMITTEE
HELD ON 7 NOVEMBER 2024

PRESENT: Councillors Chowns, Harvey, Hughes, Morris and Newsham

ALSO PRESENT: Angela Price — Town Clerk

R96. APOLOGIES FOR ABSENCE
None received.

R97. DECLARATIONS OF INTEREST
None received.

R98. TO APPROVE AND SIGN AS A CORRECT RECORD THE MINUTES
OF AN EXTRAORDINARY MEETING OF THE RESOURCES
COMMITTEE HELD ON 24 OCTOBER 2024
RESOLVED:

That the minutes of the extraordinary meeting of the Resources
Committee held on 24 October 2024 be approved and signed as a
correct record.

R99. REORDER OF AGENDA
Councillor Harvey asked that the confidential items be brought forward
to allow agenda item 4 to be given the attention of the remainder of the
meeting.

RESOLVED:
That agenda items 6 and 7 be brough forward.

R100. EXCLUSION OF PRESS AND PUBLIC
RESOLVED:

That in accordance with section 1(2) of the Public Bodies
(Admission to Meetings) Act 1960, in view of the confidential nature
of the business about to be transacted, it is advisable in the public

interest that the press and public are excluded from the remainder
of the meeting.
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R101.

R102.

R103.

STAFFING MATTERS
RECOMMENDATION:

That a recommendation be submitted to a meeting of Full Council
that the findings of the Occupational Health Doctor in relation to
the request from Post Holder 47 for early retirement on ill health
grounds and that the Clerk be authorised to complete and sign the
Employer Declaration in support of that request.

RESOLVED:

1. That the information provided in relation to the absence of
Post Holder 63 be received and noted.

2. That the Clerk scope the workload looking ahead over the
next couple of months and report back to the next Resources
Committee on whether there would be any benefit in getting
additional administrative support that can share some of the
lower-level tasks, to allow other staff to step-up in more
supportive roles.

3. That, informed by the assessment undertaken at item 2,
Council then consider what tasks/projects are current
priorities and what projects can be put aside until such time
staffing levels are back to normal.

4. That the Clerk draft a rota to cover for the Deputy Clerk’s
emergency weekend cover duties so that the members of the
Resources Committee can identify the weekends when they
could provide cover.

5. That the update in respect of the ongoing investigation be
received and noted.

RETURN TO OPEN SESSION
RESOLVED:
That the meeting reverts to open session.

TO REVIEW PROGRESS TO-DATE ON COMMITTEE STRUCTURE
REVIEW AND CONSIDER NEXT STEPS

Members had been provided with a report that had been submitted to
Full Council in September 2023 as a refresher, in particular the flow
diagram that showed the anticipated actions and timescales. Councillor
Harvey suggested that the rationale of this workflow diagram still applies
and hopefully can be completed ahead of May 2025.
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Sept
2023

May
2025

Full Council

Agree to devolve
powers to
committees w.ef.
2024 (now 2025)

! S

Approve 2025-26
Budget & Precept

Devolve powers to
deliver agreed
plan within
approved budget

All Committees

Each Committee WG

J Set up WG to draft

delivery plans and
next year’s budget

Capture current work
programme/delivery plan

Approve draft
plans

Draft additions/deletions
to next year’s delivery plan

Draft budget & resource
plan to meet next year’s
delivery plan

Approve revised
draft plans

F&GP

A 4

Review
combined draft
plans and
identify budget
and resource
issues

Resources

h 4

Review progress
against plan

Recommend
adjustments to
plans to align
budget and
resource
demands

Resolve in-year
adjustments to
budget profiles

Resolve in-year
adjustments to
delivery
timelines

It was noted that the current progress in delivering resourced work
programmes for all committees was sitting at box three “Capture current
work programme/delivery plan” and then drafting additions/deletions for
the 2025/26 budget.

It was noted that some work had been undertaken in relation to the
Finance work programme and first draft outline programmes developed
for E&L and ED&P committees.

Councillor Harvey provided an overview of the process she had used in
order to prepare the work plans, by making use of the Terms of
Reference for each committee, the objectives from the current Corporate
Plan, reviewing 18-months of meeting minutes to identify projects and
tasks that are ongoing and/or likely to be repetitive on an annual basis.

A template had been generated to assess the number of hours utilised
on core activities and the time staff had available for reactive tasks and
special projects. The template needs consideration by the Clerk and it
was suggested that it would be helpful if staff were asked to keep a
record of time worked to different activities between now and the New
Year to test the validity of top-level assumptions.
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R104.

The Clerk was asked to make plans to use the approach taken for the
draft committee work programmes to develop a programme for the
council’s core operational and administrative activities early in the New

Year.

RESOLVED:

1.

That the committee chairs and vice chairs meet to review
what is provided in the documents and make sure that this
reflects the current situation in relation to each committee.

Workshop dates to be set before mid-December for each
committee so that councillors can review and improve upon
the draft programmes through to April 2026.

That the reviewed committee level programmes be collated
and reviewed by Resources Committee against the
availability of staff time and the financial resources required
to deliver the total work programme so as to inform the
council’s 2025-26 budgeting process.

That the Clerk consider the operational needs of the council
making use of the draft prepared by Councillor Harvey and
populate the document with relevant information.

That staff be asked to monitor what they do each day through
to the end of the calendar year to enable a view on what
percentage of their time is being spent on everyday
operational activities against one-off project activities to
help resource the work programme.

That the above work be undertaken by the end of 2024.

That dates for the workshops be considered within the next
week to enable dates to be shared with other councillors.

Councillor Chowns support the Chair of the Environment &
Leisure Committee in the absence of a Vice Chair, and
Councillor Harvey continue to support the Chair of Economy,
Tourism and Planning in the absence of a Vice Chair.

DATE OF NEXT MEETING

RESOLVED:

To note that the next meeting of the Resources Committee will be
held on Thursday, 21 November 2024.

The meeting ended at 20:17.
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LEDBURY TOWN COUNCIL

ANH-HARASSMENTAND-BULLYING, HARASSMENT &
VICTIMISATION POLICY

Introduction

Our aim is to provide a working environment that respects the rights of each employee
and where colleagues treat each other with respect. Any behaviour that undermines
this aim is unacceptable.

Ledbury Town Council does not tolerate any form of harassment or bullying under any
circumstances. While implementing and upholding the policy is the duty of all our
managers and supervisors, all employees have a responsibility to ensure that
harassment does not occur in Ledbury Town Council.

Principles and procedures

The purpose of this policy is to inform employees of the type of behaviour that is
totally unacceptable and to explain what solutions there are to employees who may
suffer the unlawful actions of bullying, harassment or victimisation. It also sets out
the steps that Ledbury Town Council will take to deal with any employee complaints
of bullying, harassment or victimisation including by third parties such as visitors to
the premises.

Ledbury Town Council will not tolerate bullying, harassment or victimisation of:

Job applicants
Employees
Contractors
Agency workers
The self-employed
Ex-employees.

This policy also applies to work related functions which are held outside of normal
working hours, either on or off Ledbury Town Council premises, such as Christmas
parties, leaving celebrations, working lunches, attendance at conferences, etc.

Harassment

Harassment at work is a discriminatory act, and therefore unlawful under the Equality
Act 2010 and employees can be personally liable for harassment claims

Page 369 of 379



Harassment is very difficult to define as it can take many forms, but it is normally
characterised by more than one incident of unacceptable behaviour, particularly if it
reoccurs, once it has been made clear by the victim that they consider it offensive.
One incident may constitute harassment however if it is sufficiently serious.
Harassment on any grounds, including the above, will not be tolerated.

Harassment is repetitive unwanted conduct related to a relevant protected
characteristic (an area covered by discrimination legislation) which has the purpose of
effect of violating an individual’s dignity, or creating an intimidating, hostile, degrading,
humiliating or offensive working environment for them.

Harassment will also occur where a colleague is repeatedly treated less favourably
because they have rejected or refused to submit to sex-based harassment, sexual
harassment, or gender reassignment harassment.

Where it cannot be established that there was an intention to offend, conduct will only
be regarded as violating a person's dignity or creating an intimidating, hostile,
degrading, humiliating or offensive environment if, taking all the circumstances into
account it would be reasonable to come to that conclusion.

People can be subjected to harassment on a wide variety of grounds. Some examples
are:

sex-based (purely because of gender) or sexual (sexual in nature)
sexual orientation

trans-sexualism (gender reassignment)

being married or a civil partner

race, nationality, ethnic origin, national origin, or skin colour
disability itself or a reason relating to it.

age

employment status, e.g., part-time, fixed term.

membership or non-membership of a trade union

carrying out health and safety duties

religion or religious beliefs or lack of either

deeply held personal beliefs or lack of them

political beliefs

criminal record

health, e.qg., aids/HIV sufferers

physical characteristics

social class

willingness to challenge harassment — being ridiculed or victimised for
raising a complaint

Ledbury Town Council together with any managers or supervisors who fail to take
steps to prevent harassment or investigate complaints may be held liable for their
unlawful actions and be required to pay damages to the victim, as will the individual
who has committed the act of harassment. There is no limit to the compensation that
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can be awarded in employment tribunals for acts of harassment.

Ledbury Town Council will also be liable for harassment that comes from a third party
(e.g., a customer or supplier) if that harassment occurs on at least two occasions, the
organisation is aware that it has happened and does nothing to stop it happening.

Harassment on any grounds is also a criminal offence, primarily under the Protection
from Harassment Act 1997. This means that colleagues who suffer harassment may
contact the police, in the case of harassment from fellow employees or harassment by
third parties. Those found guilty face fines or periods of imprisonment of up to two
years.

Additionally, an employee harassed by a colleague may sue that colleague personally
for the damage and distress caused. Ledbury Town Council may be held vicariously
liable under the Protection from Harassment Act for any harassment perpetrated by
an employee whenever the behaviour in question is closely connected to the
employment relationship.

Examples of harassment

Employees must recognise that what is acceptable to one employee may not be
acceptable to another.

Examples of harassment include:
The following are examples of harassing behaviour:
e Derogatory comments about someone’s clothing that are related to a
protected characteristic, for example religious clothing.
e ‘Jokes’ or ‘banter’ against a protected characteristic, for example racist ‘jokes’.
e Consistently using the wrong names and pronouns following a gender identity
transition.
e Mimicking or making fun of somebody’s disability.
e Marginalising someone because they are a particular ethnic group.

Sexual harassment

Sexual harassment is any unwanted sexual conduct that has the purpose or effect of
violating a person’s dignity or creating a hostile environment for them.

The law requires employees to take reasonable steps to prevent sexual harassment
of workers in the course of their employment.

Examples of sexual harassment include:
e Unwelcome sexual invitations or pressure to meet up socially on a date.
e Displaying sexually explicit material.
e Unwanted physical sexual behaviour, for example caressing or grabbing in a
sexual manner.
e |eering or making sexually suggestive gestures.
e Sending pornographic material.

Page 371 of 379



Victimisation

Victimisation means treating someone badly because they have done, or are
suspected of doing or intending to do, any of the following protected acts:

e Bringing proceedings under the Equality Act 2010.

e Giving evidence or_information in_connection with proceedings under the
Equality Act 2010.

e Doing any other thing in connection with the Equality Act 2010.

e Alleging that a person has breached the Equality Act 2010.

Victimisation may include, for example, a manager bringing false disciplinary
proceedings against an employee because they complained they were being sexually
harassed.

Third party harassment

Third-party harassment occurs where a person is harassed by someone who does
not work for the same employer, such as a visitor or supplier. We recognise the
seriousness of third-party harassment and we have zero tolerance towards this.
Employees are encouraged to report any incidents of harassment by third parties
which they experience or withess.

Bullying

Bullying is a gradual wearing down process comprising a sustained form of
psychological abuse that makes victims feel demeaned and inadequate. Bullying is
defined as offensive, intimidating, malicious or insulting behaviour, or an abuse or
misuse of power, which has the purpose, or effect of intimidating, belittling, and
humiliating the recipient, leading to loss of self-esteem for the victim and self-
guestioning their worth in the workplace and society as a whole.

Examples of bullying

Workplace bullying can range from extreme forms such as violence and intimidation
to less obvious actions, like deliberately ignoring someone at work. These can be split
into two categories:

The obvious:

e shouting or swearing at people in public and private

e persistent criticism

e ignoring or deliberately excluding someone from team social events

e removing someone from a team social media group because they have raised
a complaint of bullying peeple

e persecution through threats and instilling fear

e spreading malicious rumours

e constantly undervaluing-effertcriticising someone’s work or undervaluing their
effort
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e dispensing disciplinary action that is unjustified
e spontaneous rages, often over trivial matters

e Threats of or actual physical violence
[}
[}

Unpleasant or over-repeated jokes about a person, including name calling
Unfair or impractical performance requirements or targets
e Making threats about job security

The less obvious:
e withholding information or supplying incorrect information
deliberately sabotaging or impeding work performance
constantly changing targets
setting individuals up to fail by imposing impossible deadlines.
levelling unfair criticism about performance the night before an employee goes
on holiday.
removing areas of responsibility and imposing menial tasks
e blocking applications for holiday, promotion, or training.

The actions listed must be viewed in terms of the distress they cause the individual. It
is the perceptions of the recipient that determine whether any action or statement can
be viewed as bullying.

The impact of harassment,_-and-bullying and victimisation

Harassment, and-bullying and victimisation can lead to illness, absenteeism, an
apparent lack of commitment, poor performance and resignation.

The damage, tension, and conflict that harassment, and-bullying and victimisation
create should not be underestimated. The result is not just poor morale, but higher
labour turnover, reduced productivity, divided teams, poor service, and poor product
quality.

Public image can be severely damaged when incidents of harassment, and-bullying
and victimisation occur, particularly when they attract media attention. This can result
in a loss of customers.

Enforcement

Any harassment, e bullying_or victimisation will be elassed-as-gross-misconductdealt
with seriously, promptly and in confidence.;_-ferwhich-eEmployees may-be-summarily

dismissed-who feel they have been sub|ect to such behaviour must not hesitate in
using this procedure.

All employees will be informed of Ledbury Town Council policy towards harassment,
and-bullying_and victimisation at induction training and through communication and
awareness programmes. It will be stressed that all complaints ef-harassment-will be
treated seriously.
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Ledbury Town Council expects all managers and supervisors to ensure that this policy
and procedure is adhered to at all times and expects all employees to respect the
dignity of their colleagues. The policy will be regularly monitored by the Personnel
Committee to ensure that it is achieving its aims, and that managers and employees
are confident about its application.

Training, communication, and awareness
Ledbury Town Council recognises that a written policy is not sufficient to eliminate

harassment, bullying and victimisation. Prominent and regular communication, training
and awareness sessions are important to ensure that all employees:

e understand our commitment to prevent harassment and bullying

e understand their responsibilities and role in the process.

e know how to seek advice and guidance.

e know how to make complaints and are confident they will be handled
effectively.

e Ledbury Town Council is committed to communicating the policy effectively
through:

e training and awareness programmes for all staff at all levels

e briefings for employee and trade union representatives

e posters / notices on staff notice boards.

e a section in the staff handbook

¢ line manager support to guide employees through the policy and procedures.

e inclusion in Team meetings

e induction

All new starters must attend training on this policy as part of their induction programme
and every current employee will be required to attend reqular training as an update on this

policy.
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HARASSMENT,_ BULLYING AND VICTIMISATION PROCEDURES

Advice

Ledbury Town Council recognises the sensitive nature of harassment and bullying.
Employees who believe they are being harassed or bullied may wish to discuss their
situation before deciding what action to take. Ledbury Town Council operates an open-
door policy to discuss workplace problems and employees can discuss the matter with
their manager on an informal basis.

Ledbury Town Council recognises that this may not always be appropriate in the
circumstances, however. If this is the case, employees can discuss the situation with
the next higher level of management or with the Town Clerk.

Advisers-/-line managers will:

ensure the conversation remains confidential as far as possible.

ensure the use of active listening-sympathetically_

help individuals consider objectively what has happened.

discuss what outcome the individual would wish to see

draw attention to available procedures and options.

inform the individual of the legal liabilities involved.

help weigh up the alternatives, but without pressure to adopt any particular
course.

e Assist the individual in dealing with the situation if they ask for help.

Confidentiality will be maintained as far as possible. If an employee decides not to take
any action to deal with the problem and the circumstances described are very serious,
however, Ledbury Town Council reserves the right to investigate the situation. It has
an overall duty of care to ensure the safety of all employees who may be adversely
affected by the alleged harasser’s/ bully’s behaviour.

Any allegation of bullying, harassment or victimisation will be dealt with seriously,
promptly and in confidence. Employees who feel they have been subject to bullying,
harassment or victimisation must not hesitate in using this procedure.

However, following a full investigation, if Ledbury Town Council finds that the
complaint is not upheld and in addition, has grounds to believe that the complaint was
brought in bad faith, disciplinary action may be taken under Ledbury Town Council’s
disciplinary procedure.

Allegations of bullying, harassment or victimisation in a work situation (which includes
work social events and interactions on social media between colleagues) are likely to
be classed as allegations of gross misconduct which may lead to disciplinary action
up to and including summary dismissal (or ending their engagement in the case of a
worker). If any employee harasses (including sexual harassment) or victimises
anyone outside of a work situation, but where the incident is relevant to that
employee’s suitability to carry out their role at Ledbury Town Council, then this would
also be classed as an allegation of gross misconduct. When considering allegations
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of bullying, harassment or victimisation, aggravating factors such as an abuse of
power over a more junior colleague will be taken into account when deciding on
appropriate action.

In less serious cases, other potential remedies could include formal warnings, all-party
meetings, informal mediation and information warnings.

In _the case of third-party harassment, potential actions to remedy a complaint or
prevent it happening again, could include warning the third-party about their
behaviour, banning the third-party from the workplace, reporting any criminal acts to
the police or sharing information with the third-party’s employer if appropriate.

If you encounter any incident of bullying, harassment or victimisation, including third-
party harassment, please do raise your concerns with your manager (or HR) as soon
as possible. However, if you do not feel comfortable speaking with your usual point of
contact, please raise your concerns with any other member of the management team.

When you raise an issue, we will talk to you about how you would like it dealt with and
resolved.

Solutions

It is for the individual to decide which route to take in solving any problem that has
occurred. There are two types of solution available — informal and formal.

Informal

If you prefer, you can raise the matter informally. Please be assured that we will deal
with an informal complaint as seriously as a formal complaint.

You may or may not want the manager to speak with the individual on your behalf
and, where possible, we will respect your wishes. However, if the welfare or safety of
you or others is at risk or where it is necessary given the nature of the allegations, we
may have no choice but to approach the individual and potentially instigate a formal
investigation. In such a case we will, wherever possible, discuss this with you first.

You may prefer to raise the matter directly with the employee themselves, to make it
clear that their behaviour is upsetting or offending you. This is entirely your choice and
you should not feel obliged to tackle matters directly. However, if you chose to deal
with the matter directly, we would also ask you to flag your concerns with your
manager (or HR) for support and in order to notify us of the concerning behaviour.

If you are not the direct victim, but instead witness bullying, harassment or
victimisation, we would also ask you to raise this with your manager (or HR) as soon
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A third option, is that the victim can put his-er-hertheir views in writing to the harasser
or bully, making them aware telling-him-er-her that their behaviour is unacceptable and

that it must stop.
Formal

Where informal solutions fail, or serious harassment, er—bullying_or victimisation
occurs, employees can bring a formal complaint in the form of a grievance, with the
procedure adapted to take account of the sensitivities of such situations. Each step
and action under the formal complaint’s procedure will be taken without unreasonable
delay.

Complaints will be investigated swiftly and confidentially while ensuring that the rights
of both the alleged victim and the alleged harasser or bully are protected. Employees
and witnesses can be assured that they will not be ridiculed or victimised for making,
or assisting a colleague in making, a complaint, even if it is not upheld, as long as it is
made in good faith. Everyone involved in the investigation, including witnesses, will be
required to maintain confidentiality — a failure to do so will be a disciplinary matter. The
procedure is as follows:

Again, if you are not the direct victim, but instead witness any bullying, harassment or
victimisation, you are still able to address this formally by raising your concerns in
writing or submitting a grievance through the grievance policy if you prefer.

Step 1: Lodging a statement of grievance and conducting an investigation:

e The complaint should be put in writing, outlining the alleged incidents, when
they occurred, the harm caused, the names of any withesses and the name of
the alleged harasser or bully.

e If the victim would find it distressing to set out their complaint in writing, then
he or she should contact the Town Clerk who will provide assistance

e The written complaint should initially be lodged with the employee’s manager.
If this would not be appropriate in the circumstances, it should be lodged with
the relevant member of the Personnel Committee.

e An independent investigator will be appointed who has had no previous
involvement with the situation and who will conduct investigatory interviews
with the complainant, the individual against whom the complaint has been
lodged and any relevant witnesses. the right to accompaniment will be
provided to all those interviewed.

e The investigator will submit a full report to the Town Clerk, or if notappropriate,
the Chair of the Personnel Committee

Step 2: Grievance meeting:
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e The employee will be invited to a meeting with the Town Clerk, or if not
appropriate, the Chair of the Personnel Committee to discuss the grievance
and the result of the independent investigator's report.

e The employee will be provided with the right to accompaniment.

e The timing and location of the meeting must be reasonable.

e The meeting will not take place until the Town Clerk, or if not appropriate, the
Chair of the Personnel Committee has had a reasonable opportunity to
consider the information contained in the employee's grievance letter and the
independent investigator's report.

e The employee must take all reasonable steps to attend the meeting.

e The meeting must be conducted in a manner that enables the employee to
explain his or her case and the Town Clerk, or if not appropriate, the Chair of
the Personnel Committee to set out the results of the investigation.

e After the meeting, the employee will be informed of the decision as to the
grievance and notify the employee of the right to appeal against that decision
if the employee is not satisfied with it.

Step 3: Hearing the appeal:

If the employee wishes to appeal, they must inform the Mayor.

The employee will be invited to attend a further meeting.

The employee will be provided with the right to accompaniment.

The timing and location of the meeting will be reasonable.

The employee must take all reasonable steps to attend the meeting.

The meeting will be conducted in a manner that enables both sides to explain
their cases.

e After the appeal meeting the Mayor will inform the employee of the final
decision, within five working days.

Full records will be kept of the grievance proceedings and copies of meeting records
given to the complainant.

If, at the end of Step 1, the complaint is upheld the matter will be passed to the
appropriate line manager to conduct a disciplinary hearing with the person who
perpetrated the harassment or bullying.

Continuing to Work Together

Whether a complaint is upheld or not, Ledbury Town Council recognises that it may
be difficult for the employees concerned to continue to work in close proximity to one
another during the investigation or following the outcome of the proceedings. If this is
the case Ledbury Town Council will consider a voluntary request from either party to
transfer to another job or work location. A transfer cannot always be guaranteed,
however.

Monitoring

Where harassment or bullying has been found to have occurred and the perpetrator
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remains in employment, regular checks will be made to ensure that harassment has
stopped and that there has been no victimisation or retaliation against the victim.

Ledbury Town Council will also ensure that the employee who committed the act of
harassment or bullying is not victimised in any way.

This policy and procedure will be monitored reqularly to monitor its effectiveness.

Malicious complaints

Following a full investigation, if Ledbury Town Council finds that the complaint is not
upheld and in addition, has grounds to believe that the complaint was brought in bad
faith, disciplinary action may be taken under Ledbury Town Council’s disciplinary

procedure.

Complaints to an employment tribunal

While Ledbury Town Council trusts that employees will use the internal procedure to
resolve any concerns they have about harassment, claims can be lodged with an
employment tribunal where harassment is on the grounds of:

sex
gender reassignment

race

disability

sexual orientation

religion

belief

age

marriage and civil partnership.
e pregnancy and maternity

Date Adopted: 18-:01.2024
Review Date: 17012026
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